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SUBJECT:  Total  Quality  Management  (TQM)  Implementing  Plan 

for  Human  Resource  Management 


TO:  Commanders  of  DLA  Primary  Level  Field  Activities 

Heads  of  HQ  DLA  Principal  Staff  Elements 


1.  Reference  DLA-Q  letter  signed  by  Lt  Gen  Charles  McCausland, 
OSAP#  6  Feb  89#  subject:  Total  Quality  Management  Master  Plan. 

2.  Furnished  as  enclosure  1  is  your  copy  of  the  DLA-K  implement¬ 
ing  plan  for  TQM  in  the  human  resource  management  and  development 
(HRM/D)  function.  This  plan  incorporates  the  findings,  recom¬ 
mendations,  objectives,  and  c')nsider ations  identified  through  the 
DLA  Personnel  Management  Futures  Program,  the  DLA  Strategic  Plan, 
the  HRM/D  aspects  of  the  DLA-K  Business  Area  Analysis,  and  the 
research  activities  of  the  HRM/D  TQM  Working  Group.  This  plan 
implements  the  DLA  TQM  Master  Plan  with  specific  milestones  for 
the  accomplishment  of  critical,  enabling  TQM  goals  in  HRM/D. 

3.  We  recommend  that  this  plan  be  given  close  review  and 
consideration  during  the  development  of  your  PLFA  or  PSE  imple¬ 
menting  TQM  plan.  As  we  all  recognize,  effective  and  sensitive 
management  of  our  people  resources  is  foundational  to  institu¬ 
tionalizing  TQM  in  DLA. 


4.  We  view  this  plan  as  a  framework  for  continuing  process 
improvement  that  will  be  refined,  adjusted,  updated,  and  revised 
as  we  move  through  the  TQM  initiative.  Please  contact 
Ms.  Roberta  Peters  or  myself  to  discuss  your  comments  on  the 
plan  and  approaches  to  applying  HRM/D  considerations  in  your  TQM 
effort.  In  addition,  Mr.  Len  Kill  Kelley  (AV  284-7186)  or 
Mr.  Jerome  M.  Smith  (AV  221-1440/Commercial  703-325-1440),  our 
action  officers  on  the  plan,  may  be  contacted  for  additional 
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I.  Re+erences! 

a.  i-iLiman  Resources  Wanaaement  Business  Area  Analysis.  Aon: 

b.  SuDDortinQ  the  Armed  Forces-Tne  Di-A  Strategic  Plan.  iPoE. 

c .  Department  of  De-fpnse  Total  Quality  Management  roaster  Pi  an . 

AucuBt  1936. 

d.  Futures  I  Conference  Report.  February  1938. 

e.  Futures  I  Action  Plan  and  Supplement.  August  1938. 

.  Futures  II  Con-ference  Reoort.  January  1989. 

g.  The  DLA  Total  .Quality  Management  Master  Plan,  January  1989. 

I I.  Purpose  and  Scgoe! 

~he  ”0*31  Quality  Management  -.TQM)  -Isn  For  numan  Resources  Management 
i-iRM)  IS  a  supplement  to  the  Di_A  "QM  Master  -'Ian  iReFerence  IF),  "nis  p.an 
-s  intenasc  to  serve  as  a  guioe  For  aevelocinc  ~‘’~imsrv  i^svsl  -leic  Activity 
=':_rA)  Tj"!  1  mol ementi ng  plans  to  be  usea  not  onlv  py  Civilian  Personnel 
IF-icers  PCPCsi.  out  also  Dv  Aeacauarters  P'^incioal  StaFF  Elements  •, F‘5Es)  , 
and  mission  managers.  It  will  also  serve  as  tne  operating  7Q.M  D*an  For  DuA-k 

"his  HRM  TQM  Plan  provides  an  aoproach  For  management  oF  tne  v^orkForce 
v.nion  can  help  PlFhs  to  acnieve  tne  core  goai  s  loentiFied  in  tne  DlA  TQM 
master  plan.  It  also  outlines  an  implementation  aooroach  For  civilian  oer- 
sonnel  and  eaual  employment  opportunity  ooiicies  through  TQlM.  This  oian  is 
cased  on  the  process  analysis  -indings  oF  tne  Human  Resources  Management 

Business  Area  Analysis  (HRBAA) -  P-  nrence  la.  it  also  incorporates  tne  con¬ 
cents.  goals,  strategies,  and  li;.  mentation  oojectives  oF  DlA  Personnel 
Management  Futures  initiatives  ana  reFe^ences  Id  tnrougn  IF  aoave. 

III.  Concents  and  Philosoony: 

a,  Tne  application  oF  DoD  and  DuA  TQM  Master  Plan  concepts  to  tne 
management  and  development  oF  the  Agency's  human  resources  is  based  on  a 
conceptual  Foundation  which  can  oe  summarized  as  Follows: 


Reproduced  from 
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HRM/D  TOM 


.  Focuses  On  Customer  Sat is-f action 

.  Recognises  Its  People  as  the  Most  Imoortant  Resource 
.  Applies  Appropriate  Analytical  Tools 
.  Creates  a  Consistent  Process  Improvement  Cycle 
.  Builds  an  Attitude,  Value  System,  and  Environment  -for  Quality 
.  Creates  Teamwork  and  Constructive  Working  Relationsnips 
.  Values  and  Develops  Knowledges  and  Competencies 

.  Involves  and  Recognises  the  Individual  In  Improving  Work  Processes 
.  Encourages  Innovation  and  Risk-Taking 

.  Considers  Customer  Need  Satisfaction  as  the  Best  Measure  of  Duality 

b.  Results  from  Futures  II  offer  an  excellent  starting  point  -for  develop¬ 
ment  of  Headquarters  PSE  and  PLFA  TDM  plans  when  used  with  the  DLA  TDM  Master 
Plan.  "^he  basic  conclusions  drawn  by  the  managers  representing  every  DLA 
activity  and  key  Headquarters  PSEs  who  participated  in  Futures  II  are  entirely 
cur't ; ‘.tent  with  TOM  concepts  and  goals.  The  deliberations  at  the  Futures  II 
Conference  were  similar  to  the  type  of  inward  examination  recommended  at  the 
beginning  of  any  TOM  effo'"t.  Therefore,  Futures  II  presents  a  unique  opportun¬ 
ity.  A  group  of  managers  from  throughout  the  Agency  has  already  considered  in 
great  depth  some  of  the  same  issues  that  each  PLFA  and  PSE  will  need  to  con¬ 
sider  in  developing  thpir  local  TQM  plan — those  that  deal  with  management  and 
development  of  the  Agency's  workforce. 

c.  Each  of  the  considerations  listed  below  can  help  reach  the  core  goals 
in  the  DLA  TDM  Master  Plan.  We  have  identified  the  particular  DLA  core  goals 
most  likely  to  be  affected  by  each  of  the  following  processes,  i.e. ,  implemen¬ 
tation  of  that  process  would  contribute  to  the  PLFA's  and  PSE  s  achievement  o* 
the  DLA  core  goal  specified.  We  encourage  PLFAs  and  PSEs  to  oraw  on  the 
-esults  of  thei-  efforts  bv  considering  the  points  listed  below  in  developng 
local  '’DM  plans. 

1.  Consideration:  Define  and  promote  the  corporate  culture  we  wish 
to  -attain. 


Process  Description:  Clearly  state  Agencv  direction  and 
exoectations  of  managers  and  the  workforce;  encourage  innovation,  permit  and 
reward  prudent  risktaking,  delegate  authority  and  hold  managers  accountable 
for  -esults,  and  stimulate  trust. 

Core  Goal:  Institutionalize  TQM  within  DLA. 

2.  Consideration:  Improve  planning  and  implementation. 

Process  Description:  Focus  efforts  of  the  Headquarters  staff  on 
"big  picture"  strategic  planning  and  direction  for  tne  future,  improve 
roooeration  among  Agency  organizational  units  in  support  of  strategic  plans, 
invest  ♦or  the  long  term,  and  reward  effective  execution. 

Core  Goal:  Harmonize  directives. 


3.  Consideration:  Increase  flexibility  and  authority  for 
organizational  change. 

Process  Description:  Provide  field  activities  gi^eater  flexibility 
and  authority  for  change  to  adapt  to  changes  in  the  work,  to  ouild  on  local 
st'^engths,  and  to  use  participative  Tianagement  and  teams  of  mul ti -sk  1 1 1  ed 
workers  where  it  makes  sense.  Provide  more  opportunity  for  movement  into 
different  career  fields,  providing  alternatives  for  valued  senior  workers  not 
interested  in  supervisory  work  or  who  have  limited  supervisory  potential,  and 
enecuraging  employees  to  oroaden  their  backgrounds. 

Core  Soal:  Harmonize  directives. 

4.  Consideration:  E;:amine  impact  of  fiscal  resource  .Tianagement 
priorities  on  utilization  of  human  resources  and  increase  mutual  support. 

Process  Description:  encourage  effective  delegation  of  budget 
authority,  simpli-'ying  the  budget  process,  improving  the  availability  and 
utility  of  resource  management  information,  and  allowing  managers  to  keep  a 
portion  of  their  savings  as  an  incentive  to  improve. 

Core  Goal:  Harmonize  directives. 

5.  Consideration:  Examine  impact  of  DLA  automation  policy  on 
utilization  of  human  resources  and  increase  mutual  support. 

Process  Description:  Hake  it  easier  to  provide  personal  computers 
to  all  employees  who  need  them;  reflect  an  end-user  orientation  to  systems 
development,  modification,  and  training;  increase  user  access  to  data  in 
sutomatsd  systems;  and  improve  connectivity  within  and  between  DLA  activities 
5rd  with  custemers. 


Core  Goal:  Harmonize  directives. 

6.  Considers Li on:  Improve  environment  of  the  workplace. 

Process  Description:  DLA  should  provide  a  workplace  environment 
With  working  conditions,  incentives,  services  and  benefits  which  are  important 
to  workers;  manage  the  workforce  in  a  way  that  encourages  employees  to  want  to 
do  their  best  to  contribute  to  mission;  and  make  DLA  an  organi zation  people 
are  o^cud  to  work  for. 

Core  Goal:  Integrate  existing  initiatives. 

The  above  considerations  also  provide  the  foundation  for  the  goals  and 
milestones  for  civilian  personnel  and  equal  employment  opportunity  functions 
which  follow. 
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IV.  Methodology; 


a.  In  addition  to  oarticioation  in  the  methodologies  outlined  in  the  DlA 
TDM  Master  Plan,  DLA-K  will  employ  a  speci-fic  multi-faceted  methodology 
directed  at  emphasising  and  energising  TQM  in  oersonnei  service  delivery  and 
cclicy  development.  This  methodology  will  integrate  the  concept  of  continuous 
crocess  improvement  with  the  organisational  development  findings  of  Futures  I 
and  II  so  that  TQM  becomes  a  foundation  concept  for  all  human  resources 
management  and  development  strategies.  The  following  are  tne  key  components 
0-  the  QLA-t  methodology  for  achieving  ’’QM  in  the  civilian  personnel  and  ecual 
emol  cvment  oooortunity  -function. 


“hQH  51  ills  Development 

This  methodology  includes  the  training  of  DLA-K  supervisors,  managers,  and 
orogram  on'cipals  in  TQM  concepts  and  procedures;  the  appointment,  training 
and  utilisation  of  a  DLA-K  TQM  facilitator;  the  providing  of  assistance  and 
guidance  to  PLFA  CPC's  on  staff  TQM  training;  and  the  conouct  of  special 
-ersonnel  Of-fiie  Seminars  at  each  PLFA. 

Career  Program  Management 

~his  methodology  includes  the  design  and  implementation  of  revised  DLAM 
1*45.21  Civilian  Career  Program  for  Civilian  Personnel  Management  and  Equal 
Employment  Ooportunitv .that  incorporates  the  foundational  concepts  of  customer 
ati  sf  action*,  innovation,  and  strategic  program  management  into  career 
eveloomert  plans. 


TQM  Communications 


=  uoc  1  emer*.:  ng  ei-isting  internal  and  functional  communi  cati  on  patterns  with  an 
e  ' arced  use  of  the  D^A— '  HR  Produsti vi ty-Grams  for  TQM  follow-up  and 
if'fC'-maticr  e';cr,ang; nc ,  and  developing  additional  E-Mail  or  other 
co-npi.iter-ai  aed  communication  systems. 

HRIS  and  PC  Skills  Development 

E  pa'Cing  the  capabilities  of  personnel  professionals  in  the  utilization  of 
human  resource  information  systems  (HRIS)  and  personal  computer  (PC) 
competencv. 


Business  Area  Analysis 

During  the  period  of  January-Apr i 1  1988,  DLA-K  conducted  a  complete  business 
area  analysis  (BAA)  of  the  human  resource  management  function  as  a  basic  study 
cf  functions  and  processes  identified  for  improvement  under  the  logistics 
systems  mcderni cati on  program.  The  BAA  developed  a  functional  business  model, 
an  enterprise  bata  model,  an  applications  inventory,  and  a  problem/goals 
mat'll;:.  This  information  provides  the  foundational  process  analysis  data 
Supporting  the  goal  selection  aspects  of  this  Plan.  The  BAA  is  incorporated 
uv  re-fe:^ence  and  made  a  part  of  the  this  plan. 
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The  1988  Defense  Logistics  Agency  Strategic  Flan  identifies  th^ee  major 
"^fcODle"  objectives  supported  by  9  specific  strategies  with  implementing 
tastings.  These-goals  and  objectives  are  related  to  specific  human  resource 
management  processes  and  process  improvement  action  areas.  These  aspects  of 
the  Strategic  Plan  are  incorporated  by  reference  and  made  a  part  of  this  TQM 
-'Ian. 


DLA  Personnel  Management  Futures  Programs 

FUTURES  I;  DLA  managers  provided  DLA-K  with  a  list  of  70  recommendations  for 
imp-oving  the  services  provided  by  personnel  offices  and  streamlining 
personnel  processes.  An  action  plan  was  develooed  for  implementation  of  'cheir 
recommendations.  A  number  of  actions  have  oeen  completed  and  progress  has 
been  made  on  many  more.  The  products  of  the  first  Futures  Conference  guide  us 
rs  we  move  ahead  in  a  time  of  rapid  change  in  the  HRM  field  in  response  to 
shifts  in  the  demographics  of  the  woriforce  and  the  needs  of  our  customers. 

FUTURES  II:  The  second  conference  focused  on  human  resources  development. 
Products  address  not  only  traditional  personnel  management  functions  such  as 
training  and  career  management,  but  also  the  way  supervisors  deal  with  their 
employees  and  the  way’the  HQ  interacts  with  the  field  activities.  Their 
recommendations  are  very  closely  aligned  with  TQM  concepts  and  DLA's  core 
goals  and  could  be  useful  to  individual  organisations  in  developing  their  TQM 
plans. 


EXPO 

.5  ':escir,g  new  app'^oaches  which  involve  waiver  of  regulations  through 
ait've  lariicipatiop  in  a  DoD  research  oroject  called  the  Ehoer i menCal 
-efscnnei  Office  EXPO.  Three  DLA  sites  have  been  operating  under  EXFG  since 
:'iarcr  1°8'^.  testing  such  initiatives  as  delegation  of  classification  authority 
*C'  line  manage'-s.  We  have  recently  expanded  EXPO  in  DLA  to  include  nine  more 
Sites.  Other  EXPO  initiatives  include  letters  of  discipline  in  lieu  of 
repn hands  and  suspensions  and  such  merit  promotion  tests  as  elimination  of 
mandatcry  interviews  and  alternate  candidate  evaluation  and  referral  methods. 

Skills  Basted  Pay  in  a  Participatory  Work  Environment 

DDOU  IS  the  site  for  a  demonstration  project  to  test  an  innovative  new  way  of 
accomplishing  work.  TQM  concepts  of  participative  management  and  teamwork 
will  be  an  important  part  of  the  test,  scheduled  to  begin  October  1989. 
Nonf'aditional  compensation  methods  will  also  be  part  of  the  test — employee 
::ay  will  be  based  upon  acquisition  of  new  skills  and  contributions  to  the 
sjccess  of  their  team.  We  would  like  to  add  other  sites  to  this  test. 
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DlA  obtained  authority  to  develop  our  own  guides  for  grading  supervisory 
□os-tions  to  resolve  problems  encountered  in  using  QPM  guides.  fhe  DLA 
upervi  sory/hanager 1 al  Position  Evaluation  Guide  and  Wage  Supervisory  Position 
.-•al.iation  Guide  remove  disincentives  to  organi  c  at  i  onal  improvement  by 
eliminating  numbers  of  employees  supervised  as  a  grade  controlling  factor. 
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'larcements 


Eeve'^al  changes  to  the  Automated  Personnel,  Cost  and  Personnel  System  (APCAPS) 
are  process  works  which  will  make  the  system  much  more  use-ful  to  personnel 
-essionals  and  to  operating  managers  and  supervisors.  A  new  training 
svstem:  will  be  added  which  will  help  supervisors  and  training  coordinators 
icenti-v  training  requi ■'ements  -for  their  organizations  and  provide  information 
on  course  schedules  and  completions.  A  new  subsystem  -for  labor  management  and 
employee  relations  is  in  development.  Expanded  on-line  inquiry  capability  is 
also  pla"'ned.  New  efforts  are  underway  to  improve  the  use  of  APCAPS  and  the 
A..tcnatec  Iivili.an  -e^-sonnel  Data  Banr  ?s  management  tools. 


tine  hP.h  cn-’araiTrs  at  Z’wA 

:anc  assess'ient  c*  .cca.  hKh  improvement  strategies  ov- 
.  itv  of  customer  service,  anc  support  to  .Tiission  iTanagem 
o  evaluate,  but  to  orovioe  onsite  assistance  where  i 
ate  further  improvement  and  preoress  toward  Tnw]  q^al 


Apclicatipn  of  these  methodol oci es  will  be  supplemented  by 


anal. CIS  -fun.ptiore  of  the  Special  -nocess  Action 
sataclisned  unde’'  the  DLA  TQM  Neste’'  -Ian  for  mu' 
-a'pe-snip  of  the  DuA-K  SPARCs  will  oe  determine; 
C"  an  ad  hoc  basis  and  may  be  integrated  into  tn- 
■'a'acsner t  E.alwatic-  ,-’NE;  c'seram  or  special  s' 


'Tt 

the  on- 

UUl 

nc 

^  r  u  0  =  s 

;  e 

w 

Commi tt 

OS.  = 

b." -^SL  =  • 

n  0 

1 1  on  a  w 

rev 

^  tc 

vs  5  •  .ns 

■  t 

“0 

Dj  t  a  t  + 

Dir 

0C 

tor  D’-A- 

:ac 

CLl 

arters 

Per 

SC 

nnel 

a 

5  5 

1  stance 

■  ac 

4- 

_  X 

0 T:  5  as 

*  .  tc  r  uj  v.(  _  0 

'•lorC'O^a.tes 


0-30me" t  "Ian  suDpI  ^rrienta  tna  DLA 

the  core  D^A  coals  and  -foundation  cti’scr 


nese  ro.-e  ooaw=  a.^'e  ini.uded  ov 

a.-'s  -eoscit:,!  ce*"i''at.i.'0S  o-f  t 


tni  5  rL  an  .  :  ‘  ^ 

•0  D:_A  coal' 


£v.  -rozess  Improvement  Goals  ‘or  HRM/D  Folizv  ard  F'roo''am  Develcpmert 

■'he  *oIiow.  nc:  TQM  goals  oro.ioe  a  -framewo^i  <or  i  mp  1  ement  i  n-  civilian 
•  -  Zf  nel  anp  eqt'j.  employment  opportunit/  oolizies  through  'uh.  ‘'hev  .^i  .  1 

Zv>ize  z'S  ;r  ZLi'  to  continually  imprnve  t".e  HftM  Drogrc.r  throughout  uzA. 

'us  are  Zasec  zn  rocan-iff.enaati  ons  o-f  Aqenc'  managers  in  the  report  o-f  z"  e 
-ut.,''e5  I  Zo'-erence.  Manv  actions  in.  support  o-f  the  Following  goals  rave 
al^eadv  Pee'  completed  or  are  underway.  Others  are  identified  in  tne 
■'ilestine  charts  in  section  VI,  E:;ecution ,  of  this  document.  lPGs  shoulc  use 
C'ese  CCS. 5  ir  developing  their  TOM  plans. 

1.  Goal :  Improve  delivery  of  personnel  services. 

Process  Description!  Increase  participation  of  managers  in 
cs-'sonnei  policv  making;  Focus  emphasis  oF  personnel  proF  essi  onal  s  on  a 
z.:5tomer  orientation  rather  than  process;  strengthen  cooperative  woriing 
■'el  ationships  in  support  oF  a  common  goal  -  MISSION;  determine  how  to  best 
o-ga"ii:e  -^o''  e^^ective  delivery  of  service;  and  establish  objectives  to 
.mea5a''e  e-^Fect i  veness  oF  personnel  services. 

r.  Goal :  Streamline  personnel  processes. 

Process  Description:  Reduce  demands  on  supervisors  and  help  them 
*Qcus  on  tne  substance  'oF  personnel  management  by  simplifying  current 
personnel  processes  and  procedures,  eliminating  unnecessary  paperwork  and 
Forms,  revising  oersonnel  regulations  and  guides  accordingly,  and  developing  a 
za-so'^nel  "c-izs  boo' "  -O''  5..'.pe'‘ v:  sor  s. 

Goal '  ze^sch-al  cocesses. 

Process  Desc'i  pti  on:  F-utcmate  labor  intensive  C"- ccesses  to  'ate 
mors  e**.z;e--t  .'Se  -tv  sca^'ce  resources  while  ma^l^g  more  inFcrnation  reaci  1  / 
avAiIarle  *cr  'aragement  in-^ormation  ourposes;  develop  an  integrated  Svstem 
erzcmpassirg  Fu  development  and  classification,  aual i F i cat i on  requirements  anq 
e-alzaticn.  ze--*  cr  .mance  zriteria  and  training  needs;  implement  an  automated 
pereomel  aztizin  processing  system;  develop  an  on-line  personnel  data  base; 
s'z  ;denti-v  and  implement  short  term  improvements  to  APCAPS  that  assist  the 
Ce:  -or'ri-l  Fur. ci  ion. 


F.  Goal :  Improve  staFFing  planning  and  use  of  candidate  sources. 

Process  Descriptipn;  Increase  managers  involvement  in 
•'ecr.  itment  planning  and  provide  advice  and  assistance  For  developing 
ztrateqies  For  targeting  recruitment  efforts  to  yield  effective  results; 
promote  DLA  as  an  employer;  seek  out  new  sources  of  candidates  and  improve 
i-.z  .  1  .  z  z 1 1  ch  Z'*  e,  istinq  sources  and  programs;  e..plore  need  For  expanding 
apcGinrinq  a.,  t  hor  1 1 1  es;  and  review  employee  mobilization  planning. 

v.  Goal ;  Improve  internal  staffing  methods. 

Process  Description;  Improve  job  opportunity  announcements  and 
automate  preparation  and  di  stributicn;  ma::imice  use  of  open  continuOL.s 
registers;  provide  simpler  alternatives  to  current  application  and  candidate 
evaluat.on  methods:  provide  For  use  of  simplified  application  ■forms;  ezoanc 


the  Li=e  o-f  assessment  centers,  particula-'l  v  tor  sucervisorv/  iiionager  i  al 
oositions!  design,  develop,  and  implement  an  automated  merit  promotion  svstem: 
provide  more  flexibility  in  selection  pnoceoures;  tale  advantage  of  recently 
cha'oed  qualification  standards  and  >'eq'..i -'ements  for  lateral  movement;  and 
e:rand  opportunities  to  progress  to  *1.1  1  jou'-neyman  level  without  repetitive 

■I  onoet  1 1 1  on  . 


t.  Goal :  Streamline  classification  processes,  imorove  advisory 
services,  and  increase  ibility  to  managers. 

Process  Description;  Delegate  cl assi f i cati on  authority  to  line 
mahaaers  under  a  redefined,  expanded  EXPO  test;  increase  involvement  of 
.Tanacs'^s  .n  review  and  update  of  classi  f  i  cat  i  on  standards  and  guides;  exolorg 
cctions  *or  increasing  flexibility  within  existing  c 1 assi f i cat i on  standards  or 
through  new  approaches;  assist  managers  in  developing  generic  '^'Ds  and 
encourage  f;e,.iDility  and  si  mpl  i  f  i  cati  or.  in  writing  PDs;  eliminate  use  of 
supplemental  assignment  data  sheets  (BADS'  and  cvclic  classification  surveys 
afte^  establishing  adequate  fiscal  controls  under  E.XPO;  and  eliminate 
classification  reviews  of  previously-classified,  unchanged  positions  in 
■con-ection  with  personnel  action  processing,  unless  flagged  for  review  when 
.ocant , 


Goal :  Increase  flexibility  and  return  on  investment  in  employee 

benefit  anc  compensati on  programs. 

Process  Description;  E.xplcre  alternative  compensation  systems 
consistert  with  Agency  needs;  simplify  and  increase  use  of  special  salary 
-ates  .-ihe^e  cav  hinders  rscrui  tment ;  oDtain  authority  to  pay  starting  salaries 
above  *'.rst  step  c-  pav  scale:  of*er  home  buvout  and  reimburse  moving  expenses 
to  d'.tv  location.  I"'C'ease  emplovee  benefits  and  ret^.rn  on 

1  r .  est  ment :  orcmote  *le:  itime,  ■‘lex;olace  a'C  job  sharing  to  the  maximum 
a  te"t  o'‘a::;cal  as  r ec- .  :  t.men t  tocvs:  .mar-et  annug]  leave  sharing;  determine 
neeq  *  or  dav  care  services. 

3.  Goal !  Improve  ef f ect; veness  of  the  performance  appraisal  system. 

Process  Description:  Explore  wavs  for  DLA  to  move  to  a  simplified 
performance  appraisal  system  (e.c.,  automatic  fully  successful  ratings); 

•^evise  t-'eatment  of  performance  under  me'^it  promotion;  reduce/el  i  mi  nate 
irrecessary  paperwork  in  the  current  performance  appraisal  system;  provide 
n.  effective  assistance  and  training  for  supervisors  and  employees  on 
pe’  formunce  managemerit . 

■3.  Goal ;  Improve  effectiveness  of  awards  as  incentives. 

Process  Description:  Develop  c.  .more  effective  comprehensi  ve 
award/recogn ; tion  program  that  offers  true  incentives  to  employees;  increase 
use  of  on-the-spot  cash  nonuses  and  other  incentives;  provide  more  assistance 
and  training  to  supervisors  on  the  effective  use  of  awards;  revise  regulations 
to  simplify  t“'e  award  system  and  to  male  the  system  more  responsive  to 
SL,perv;so^5  and  employees  needs. 


S 


10.  6oal ;  Use  training  tc  itatch  missicn  and  i  ndi  vi  dual  s  '  goals. 

Prcxiess  Description:  Develop  an  Agency  training  policy  consisting 
0-^  a  comprehensive  statement  ot  objectives  to  achie'.'e  througr.  training  and 
casic  direction  whjch  guides  but  coes  not  control  identification  of  training 
'"eecs  and  selection  or  approval  o*  training;  balance  mission  needs  and 
.'Pividual  goals  bv  usi-g  limited  'esources  wisely,  avoiding  restrictive 
1 nteror etati ons  of  job-rel atedness  in  approving  Agency-funded  training  ana 
Petting  the  best  result  -^or  all  concerned;  increase  cross-training  and 
■'ctatiora!  assignments.  Provide  more  training  aimed  at  developing  analvtical. 
c  p- = .  1 1  at  1  ve .  and  communicati  on  skills;  tram  all  levels  of  tne  DLA  workforce 
m  the  stills  ^pq^ored  to  perform  effectively  in  an  automated  work 

. -"cn, merit ;  improve  ability  to  develop  and  provioe  updated  technical  training 
-n  specific  functional  areas  as  work-  changes;  locate  and  use  cost  effective 
sour  :e=  tor  tne  deliver',  of  training. 

11.  Goal :  Imprcve  supervisory  and  executive  devel  opmient  programs. 

Process  Description:  Establish  Agencv-wide  superv i sory/management 
oevelopment  program  for  D1.A  employees;  improve  supervisory  development  by 
prigging  the  gac  between  workers  and  supervisors  with  mid-level  programs, 
developing  supervisory  skills  in  advance,  and  use  of  assessment  center 
‘ecn-aqi.es  ang 'or  compatition  to  identify  potential  candidates  for  supervisory 
develccment;  strengthen  the  executive  development  program  by  clarifying 
e  pectations,  and  benefrts  of  executive  development,  developing  leadership 
Stills,  and  improving  return  on  investment  in  the  program. 

ir.  Goal :  Impr-.j  nanagerJS't  of  EEO  complaint  process. 

Process  Desc' ;  qv.:  on:  E.plore  alternative  cr  pan  i  :  at  i  onal 
r"  earner. -.s  *c  ac :  1 1  n  ace  timelv  ccmplaints  crccessing;  en-c.irage  early 

■■  f  ;  vP  1  on  :  ■■e.iae  a.nd  -'CPate  '  eg.l  at :  ons . 

d.  -rrtess  I.mn'overen-  Goals  for  Internal  DLA-K  Aami  n  i  str  at  i  ve  Operations 

1-  Goal !  E;  inmate  c  eccration  errors  in  official  correspondence, 

•■edC''ts.  congress: onal 5  and  position  papers  released  at  the 
signature  levels  of  DLA-K  Division  Chief  or  above. 

nt-ccess  Description:  Developing  draft  materials  bv  staff  action 
•-;;.c-r  =  ,  t.ping  and  assemclv  of  written  products  by  support  personnel, 
•"-prccess  review  activities,  final  proofing,  and  1 ead/supervi sory  appraisal. 

2.  Goal ;  Expand  electr-.-jc  mail  utilication  to  all  types  of  written 
word  communications  not  requiring  official  signature  or 
release  authority, 

Process  Description;  Developing  guidelines  for  use  of  E-Mail, 
es'aDli shine  admi n i strat ; ve  procedures,  training  of  emplovees  in  E-Mail 
O'dsrat.cn,  a.^d  monitoring  application. 
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3.  Goal  1  Achieve  1007.  comouter  apoli  cat  ions  literacy  and  operational 
competency  at  all  necessary  pe^'-f ormance  levels  in  DLA-K. 

Process  Description:  laenti f  i  cat i on  c-^  current  competency  levels, 
■^equirec:  competency  levels  -for  each  -function,  anc  oevel opmental  training  plans 
and  prcc‘‘ams  in  human  resource  managemient  anc  oevelopment. 


V I .  Execution: 

The  milestones  in  the  attached  chart  represent  time-frames  tor  Agency-vjide 
actions  Py  DLA-K.  However,  many  PLFA  actions  can  cnntribute  to  achievement 
o-f  the  above  goals  and  can  result  in  signiticant  local  improvements.  Some  ot 
the  RLFA  actions  are  described  in  the  Futures  I  Action  Plan  and  Supplement. 
yJe  encourage  PL-A  Qttices  ot  Civilian  Personnel  to  establish  their  own 
milestone  actions  and  target  dates  tor  each  ot  the  12  goals  listed  in  fa 
abc  .-e. 


V I T .  Appendices: 

1.  TGH  HP  Brieting  Charts 

2.  HR  Productivity  Gram 


10 


MILESTONES  FOR  DuA'3  HRM  TQM  EXECUTION  PLAN 


!!  !! 


ON 

ON 


I  K  U  33 

issigg 

3  S  >  0} 

Qi  5  t-H  OT  S  M 

MUM  2 

sfsegg 


I  U  6  CO  s  u 

HMg^O 

ggft 

CO  M  U 

£§bbI 

M  g  2  CO  M 
K  M  O  Q  S 


S  K  *  CO  § 

KSG22 

o  Q  §  §  5 
5  ^3  2 

M  Ou  Ou  << 

|ss|i 

U  O  Q  ^  &3 


<DQUQUft.  ucuorr; 


o  o  o  o 


Ml  •  Z 

-u  I  to  o 

O  I  U  M 

2  I  to  H 
to  < 
u  3 


s  s 

a  OS  O 


os  U  to  Qe  u 
a.  a  Q  a 

iPia 

ii§p 

Ou  (X  U  2  > 
U  <  S  ^ 

5  3  I  S  S 


a> 

8 

4J  U  1 

11! 


C  (11  c  tri 

•  •  •  •  • 

OJ  r4  fvj  rvi  fNi 


start  Date 
Ongoing 

■Target  Conpletion  Date 
Continuing 


OP  PEE^SONNEL  PROGRAMS  ON  MINORITIES  AND  WOMEN. 

4.G.  ISSUE  POLICY/PROCEDURAL  GUIDANCE  REVISIONS  AS  A  RESULT 
OP  ABOVE  ANALYSIS  (4.F.). 

4.H.  REVISE  AND  UPDATE  EEO  AWARENESS  TRAINING  FOR  MANAGERS  AND 
SUPERVISORS. 
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ADDRESSING  ANALYTICAL,  CONSULTATIVE,  COMMUNICATIONS, 
LEADERSHIP,  AND  TECHNICAL  DEVELOPMENT  SUBJECrS  THROUGH 
DCPSO  BULLETINS. 


rr 

O 

(T^  rn 


uD  O  Z 

-  CQ  ^ 
CO  (  M 

6bS 

q  z  C2 


gP 

It  2 
CJ 

a;  Q  H 

H  CO  2 

>  § 
j  o;  CO 
2  a  CO 
a  ql,  M 
u  n  CO 
M  CO  00 

[  Oi 
CO  fe 

I  ^  ®  y 

<<c  z 

I  z  M 

lKS§ 

'  J  s  H 
(0  a  fe 

Sj  a 
a  X 
w  a 
I  G  y 


2  0  OS  P 
M  a  Du  z 
2  ^  W  ,  < 

<  9i  O 
>H  D  Q  ac 
OJ  s  w  J  K 
Q  w  X  a  a 
CO  M  a  >  z 
M  J  a 
>  m  <  p  p 

S  2  p  a  S 

Ou  > 

D  p  a  M  w 

>^  E-'  O  M 

Paise 

2  F*  Z  a  o 


g  JH  g 

M  O  l-l 

>  M  > 

i  §  0 

a  a  a 

g  ^  2 

■  ^  ^  9S 
S2  P 

1-4  Z  Ou 

z  s  _ 


pljd 

^§rj 

o  o  Q  Z 
P  cj  -a 


§2§ 
Z  H 
M  Cd  b 

Cu 

§B« 

§1^ 

3S3 


C3  -  a 
Z  O;  H 

p3  a: 


a  o  Q 
a  J 


£3° 

_  G  'fl 


p  a  M 


§ii 

5  w  p 
p§l 


S  2  S 

2  <5  a 
2  ^  r> 
s  H  a 


j  2  a 
M  a  ui; 

=  pg 

-^ag 

05  S  5  CO 

MW  a 

w  g  S  ^  P 

2  C>  M  M  M 

a  a  CJ  H  J 

Z  2  M 

w  p  a  g  a 

I  ^  i 

M  a  Z  X  a 

1  H  2  c:?  a 

2  i«e  2  M  a 
O  z  q  X  a 

a  a  a  ^  ^ 

|33gi 

I  H  O  O 


H 

II 

M 

II 

fi 

II 

ft 

II 

|{ 

II 

11 

II 

II 

II 

It 

II 

11 

M 

I* 

n 

M 

II 

II 

11 

II 

tl 

II 

II 

H 

» 

II 

II 

It 

If 

II 

ft 

(f 

It 

If 

It 

M 

II 

tl 

It 

11 

M 

it 

II 

n 

It 

*  I! 
*  I! 

II 

II 

o  o  o 


CO 


CJ 


a 


I 

i  *  _;  • 

I  <  m  o 

I  .  .  •  . 

CM  (N)  rsl  CM 


H  R 

Productivity 

Gram 


First  Edition 
Sep  88 


“--■iTi:  JsrZ'fne  siTii  t.ri  .  JLA— r.::! , 1 44'J  ,  %  j'TiiEiTii  .n. 

Cc:  rDe'^=rE  ' 

■-■>e5  E  EGE- L  E  :  ■  .'.X.  1~06.  1 :  ^l3.  391370G03'3i  .  Qi-IAIL. 

Sub  jeer:  HR  Proaucr  i  %■  i  rz-Gram 

F'rier^bv:  Ureenr 

Sf-eceoence:  Uraenr 
S  e  c  r  i  r  ;  N  o  n  e 

3  ■  a  =  =  1  T  1  c  a  t  1  on :  R;eg  i  =r  er  ea 

-•re:  ouceoi  ra 


i'GEJECT:  Hk  r'RuDUu  .  IVI  i  V— GRAM 


FUr-;: 


Hsaiaranr  Feracnnei  OtSicere 
Career  Devei  oDment  C'-f  +  icere 
Autorria.red  Inr  armat  i  on  Soe-eiaii=r  2 


7hi£  1  =■  roe  t:r  =  r,  e-f  a  eeriDoic  Duller  in  vje 
a.Gvi  eo:"'/  ierrar  ane  i  nr  or.Tis.t  i  C'n  5!;enance  rcr 
or  ecucr  i '-'i  r V  ,  travininc  arc  cevel  Domenr  ,  ana 
i  nr  or  iTiati  on  eysreTi  coer  an  cn-s .  The  puroose 
F  FDDUCT I V3  7Y-GRAM  :=  t'G  erovrde  a  rocai  DOin 
ei'iari  "'.a  new  and  oetrer  ways  ’O-f  i  ^nDro'-'i  nc  rre 
ic  e  'Gr'i  and  rne  or ooucr i  .•  i  r  /  '.  a.iue  or  eur  a 
■Ti  a  n  a.  g  e  *•■  =  .  F  u  r  u  res.  _  e  g  i  s  r  i  c  =  3  '.>  1  S’ ,  ’ v  'O  r r  'D  r  e 

•^COU.'Z  /  1  irfiClPC  3inCj  D  U‘.  E  1  n ‘3£  i“ 


5.  r  5  u  O  i  r;  Q  u  D  =  c?  -A  S  -5.  H 

tnese  ieacirg  tne  uCF 
nunan  resources 
Cl-  rne  HR 

t  r  -  r  'G  e  v  e  1  o  d  i  n  g  a.  n  d 
or  DO u. on  v i  t ■■/  o-^  rne  H R; 

e  Z’SSiO,  _R|'1F ,  and  j,  usr 
GLiD  1 1  e an  one  r  el  i  s  us 


;  er'erared  to  ne-e: 
■'-•■ei  ODiTients  ,  and  ’ 


,r  rnange-H  arieacj  in  our  c.  si  ness  ana  rnar  w.5  i-nu 
■me  cnailence.  Grcnancind  ideas,  new 
ice oiTid  1  snment H  oui-eK-l  '.'  snouia  ai  /e  'us  an  edge. 


seen  n  T  3ji-.|  ITE.H:  Ha  are  now  •oomDl  eti  ng  tne  -,-inal  -ersion  -o-r  DLhR 
I-.30.  13  -^or  HQ  -'SE  aonrovai.  Looi  tor  ir  ov  Tii  a— NovemDer .  Hanv  ot 
■  ini.i.r  SDeei  '"i'd  r scofnfne.noar  1  ons  are  oeing  1  nc  1  i-.idea  aina  we  rhink  mat 
■-■'Ou  will  rea. ii’/  i  1 -ie  tine  result.  Manv  tnanks  ro  eacn  Lareer 
De-'-ei  optnent  'j-frj.  oar  T-or  rhe  i-er'-'  su.DPorn  .-e  and  well  rhougnt  our 
c  o.Tinenr  s  on  t  ne  aratr. 

'■RGiCUCT  I7:7V  IS'EM:  Hama  S-onaDerg,  DR.ME-K.  recommended  in  ner 
comments  'On  DEAR  1430.13  t.Hat  we  inour  training  comoienons  ror 
units  -atner  than  Hcdules.  This  wouia  snll  enaoie  us  to  access 
oat. a  on  a  reasonabl  v  cescr  1  ot  1 ---e  tooic  oasi  s  and  s  1 'dn i  1  c anr i  v 
reduce  tne  number  or  lEoc's  and  data  en-ry  rr  ansa-on  ons .  what  -00 
vou  thin^;  ct  this  icea” 

“FOr'UCT  I '.^7  ~V  TTEM;  hhe  other  dav.  Ivan  snowea  me  some  training 
incident  totals  -from  rne  CFDF  and  tne'-/  looreo  low  in  some  cases.  As 
•'CLi  '  now.  3n  the  Z'L.AR  l^g.o.  j,3  orogram  we  .'jant  ro  reduce,  it  nor 
eliminate  m<ar:ual  reO'Orts.  This  will  wor>-'.  1 -f  c  omo  i  er  1 -ons  are 
enr  ;-.r  ed  into  the  s  ■srem  aromorl  /  ana  ac-our  are!  you  mignt  want  ro 

'_hec  i  -'eoert  TT3eO'7'C13  CFDF  Trainina  Masr  er  i_a  ar  ov  Cr  oani  o  ar  1  cn  ro 
lee  i  -  -  our  torials  i-rtle-o  i  .'our  true  nrai-. ing  oei  :  /er 


T  =.1 T:  1  n  c  »nc  U’^vSi  .'*unc“i*n«  ^ri;,=  w^.s  sr-Ci 

--  i  13  CCw  c"^  DLA-“r-3*j  5rr*t:.”-^d2  ErirjsncstTtent.  cr  CriTs-sr 


ne  cast 

vear. 

Eh :  Cn 

7  Eeo  d 

b .  L'dA' 

C  and  DLA-K 

tgoK  t 

grams  to 

DEEC  , 

Davo  on 

ror  Oesoinc 

.  .  The 

.Doro:;  1  ma 

oely  "-0 

cavs . 

however,  we 

are  a 

y  rew  oroclems 

anc  an 

earlv  oomol 

eoi on . 

oi-'eiy  p 

1  an.ni  ng 

a  two 

cay  train! n 

g  s  e  s  s 

■o  cover 

one  new 

inouo 

orocr ams . 

ArCAr'5  I~SM:  In  order  to  oe  orepared  -ror  tne  i  moi  smenr  ar  i  on  c-f  tne 
on-line  Drogrems  ai=C’.i==sd  above,  onere  i=  one  ioem  tnao  you  can  oe 
working  on  ahead  ot  time;  haroware.  In  o'^aer  to  inout  inoo  the  new 
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TQM 

Total 

Quality 

Management 


>  Everyone  has  a  Customer 

>  Build  Close  Customer  Relationships 

>  Know  Your  Customer’s  Needs 

>  Focus  On  Customer  Need  Satisfaction 

>  Customer  Satisfaction  is  the 
Measure  of  Quality 

>  Quality  Products/Services  Require 
Continuous  Improvement 

>  Quality  Products/Serv  ices  Create 
Satisfied  Customers 

>  Satisfied  Customers  Stay  Customers 
—  The  Global  Competition  Concept 


TQM  DIRECTIONS 


>  Customer  Satisfaction 

>  Quality 

>  Productivity 

>  Time 

>  Cost 


GOAL 

>  Continuous  Improvement  of 
Products  and  Services 

>  Process  Improvement 


A  TQM  ORGAMZATION: 


>  Focuses  On  Customer  Satisfaction 

>  Recognizes  Its  People  as  the  Most  Important 
Resource 

>  Builds  an  Attitude.  Value  System,  and 
Environment  for  Quality 

>  Creates  Teamwork  and  Constructive  Workin 
Relationships 

>  Values  and  Develops  Knowledges  and 
Competencies 

>  Involves  and  Recognizes  the  Individual  in 
Improving  Work  Processes 

>  Sets  Goals 

>  Analyzes  Pi  ocesses 

>  Measures  and  Manages 

>  Develops  Discipline  and  Consistency  of 
Purpose  in  Process  Improvement 

>  Creates  a  ’’Process  Improvement  Cycle  ” 

>  Succeeds 


A  TQM  STAFF: 


>  Customer  Focused 

>  Team  Centered 

>  Process  Sensitive 

>  Process  Knowledgeable 

>  Process  Competent 

>  Involved  and  Committed 

>  Accountable 

>  Competitive 


>  Successful 


HR  TQM 


>  Identify  the  Customers 

-  External 

-  Internal 

>  Define  the  Customer’s  Needs 
Characteristics  of 

-  Product 

-  Service 

>  Measvire  Satisfaction  Level 

>  Specify  the  Goal 

>  Examine  the  Process 

>  Analyze  and  Improve 

>  Measure 

>  Establish  the  Process  Improvement  Cy  cle 


